Motivation as a psychological factor can affect the mental health of employees and consequently the health of work place. It has been recently concerned in the social science literature. The present study aimed to assess the mediating effect of job satisfaction on the relation of motivation, perceived support and training to perceived commitment. The data study analyzed in the structural equation modeling method. The data were gathered in library field, and, also using questionnaire. The data were achieved from staff of Sabzevar city municipality using validity and reliability approved questionnaires. For validity, face and construct validity and for reliability, Cronbach's alpha was used. Finally, data from 159 questionnaires were analyzed. The findings showed that motivation, perceived support and training had positive significant effects on normative and continuance commitment of employees. Also, positive significant effect of job satisfaction on continuance and normative commitment was confirmed. In addition, the findings of this study indicated positive effect of motivation, perceived support and training on perceived commitment with mediating role of job satisfaction. In other words, the more motivation, perceived support and training are, the more job satisfaction will be, which in turn can result in the increased continuance and normative commitment.
Introduction
Managers are looking for commitment from their employees by different approaches. Highly committed employees are eager to have more effort for the organization. A strong attachment to the organization enables employees to have more adaptive capabilities and possesses more responsiveness to changes in customer demands and leads to compliance with environmental pressures and constraints [1] . Committed human resources make an organization formidable. There is a point in internal marketing subject indicating that employees make inter-organization internal market [2] . In service organizations such as municipalities, hiring talent employees and creating steady perceived commitment in the employees and also training and motivating them is necessary for doing services such as scavenging. Absence of this commitment in employees of municipalities can lead to conflict, downbeat, increase of employee absence, decrease of their efficiency, and decrease of customer satisfaction. It seems that despite the significance of this issue, commitment of employees in municipalities has been less concerned in comparison with other factors affecting the success of the organization. Therefore, this issue was investigated in the present study. Ballantyne asserted that selection and employment, motivation, and perceived support in employees are important components of organization [3] . This means that change is needed in the case of employee activities directed at the development of organization. This change requires proper selection of employees, training and motivating them. In fact, training and teaching employee leads to the feeling of discomfort about leaving the organization and makes him/her interested in staying in the organization [4] . Managers are seeking to provide employees' needs in a manner that make them motivated and customer oriented [5] . The concept of perceived support is hidden in social exchange theory which has been used to understand the relations between managers and employees [6] . In this study, the perceived commitment implies employees' commitments to their organization. Different people have defined commitment in different ways. Some of them are reviewed below: Porter et al. define perceived commitment as accepting organization values and getting involved in the organization. They believe that its measuring criteria involve motivation, desire to continue and accept the values of the organization which are key factors leading to the organization finance success and its competitive advantages [7] . Yaghoubi [8] defines perceived commitment as employee's bonding with the organization which is determined by three factors: a strong belief and acceptance about the goals and values of the organization (emotional commitment), tendency to be hard work for the organization (continuance commitment), and a strong desire to stay in the organization (normative commitment) [8].
Allen and Meyer present a three-part model for perceived commitment including normative commitment, emotional commitment, and continuance commitment that in the present study normative and continuance commitment are more considered [9] . Job satisfaction is an important factor to increase performance and also promote individual satisfactions. Fisher and Hanna consider job satisfaction as a mental factor and define it as an emotional adaptation with job and working conditions. It means that if job provide suitable conditions for individuals, they will have job satisfaction; but if job does not generate satisfaction and enjoy for individuals, they will start job blaming and they will leave their job if they can [10] . Khalaf Ahmad and ALBorie [11] had an inspection on the effect of motivation, perceived support and training on job satisfaction and perceived commitment in Saudi Arabia. They found the motivation, perceived support and training have a positive significant effect on job satisfaction and perceived commitment among staffs of hospitals in Saudi Arabia [11] . Ting conducted a study on the motivation, perceived support and training effect on perceived commitment regarding mediating role of job challenges and job satisfaction. He found that motivation, perceived support and training, job challenges and job satisfaction have positive significant effects on perceived commitment [12] . In this study we have tried to answer this question: "Is there the mediating role of job satisfaction in the relation of motivation, perceived support and training to perceived commitment?" This relation has been shown integrated by providing a conceptual model. In this part, the conceptual model offered in Figure 1 was employed to investigate the effect of motivation, perceived support and training on perceived commitment with mediating role of job satisfaction based on Ahmad Khalaf and Al-Borie model [11] . In the conceptual framework of this study, perceived support, training, motivation as independent variables, job satisfaction as the mediating variable and perceived commitment which consists of continuance commitment and normative commitment as the dependent variable are presented.
Figure 1 Conceputal model

Method
In terms of methodology, this is an applied, survey-causal research. The structural equation modeling was used to analyze data. For measuring the variables, according to Khalaf Ahmad and AL-Borie [11] and Allen and Meyer [9] and Spector [13] , a questionnaire with 28 items was designed. This questionnaire measures 5 variables including motivation, perceived support, training, perceived commitment, and job satisfaction of employee. In order to adapt the questionnaire with commercial platform of Iranian organizations, the opinions of experts in this domain were gathered and applied. The face validity of final questionnaire was confirmed by investigating the opinions of management experts. Meanwhile, the structural validity of questionnaire was investigated by confirmatory functional analysis technique. The validity of dimensions and items of relative constructs were also confirmed. The constructs of motivation, perceived support, and training were measured using Khalaf-Ahmad and Al-Borie [11] instruments. Also, perceived commitment was measured by 5 dimension measures of Allen and Meyer. Finally, job satisfaction was determined using Specter instruments [13] by 5 questions. It is worth noting that all items of questionnaire were evaluated using 5-point Likert scale (from strongly agree to strongly disagree). The internal consistency of used instrument was also evaluated by Cronbach's alpha coefficient as reported in Table 1 . Given that Cronbach's alpha coefficient in all questionnaire variables is more than 0.7, it can be said that the questionnaire had a good reliability. Employees of Sabzevar city municipality were the participants of this study. According to available data, the total number of employees was estimated about 269 at the date of research. Because of the applied nature of the present study the sample must be representative for the statistical population if a good generalizability to the community is desired. So, simple random sampling method was used to select participants. To this end, a list of names for employees was prepared and by throwing balls, 159 participants were randomly selected. Firstly, a prototype of the questionnaire was pre-tested on 30 participants of same population with a standard deviation of 50% shared in Cochran's formula. By making an estimation at 95 percent confidence level, the minimum number of sample size was determined as 159. Because of the probability of none-return questionnaires, 180 questionnaires were distributed randomly among the employees and 159 of them were returned. Cochran's formula values are shown in Figure 2 . Finally, this number of eligible questionnaires was used in the data analysis. In the following formula, the maximum permissible error (d) of 0.05, the confidence level of 0.95, t=1.96, p and q equal to 0.5 were applied to give the sample size N=159. P was considered equal to 0.5 because if p=0.5, N finds its maximum possible value and this causes the sample large enough [14] .
In this study, the gathered data were analyzed statistically for hypotheses. The present study included 4 primary hypotheses and 11 secondary hypotheses that were checked by Lisrel 8.8 software. The data were analyzed at descriptive and inferential levels. In order to describe the relevant data by SPSS software, relative frequency and percentage frequency were shown on diagrams and at inferential level after inspecting the reliability of questionnaire, the structural equation modeling (SEM) was used for surveying the relations between variables. Then, using Lisrel software, each of 5 research variables was fitted to confirmatory factor analysis (CFA) models and the quality of fit was evaluated by regression coefficients or factor loadings significance and model fitting indices. The results showed that the factor loading of all questionnaire items was significant in the confidence level of 95% (with significance values greater than 1.96 as well as factor loading greater than 0.3); so all of them were used as bases for further analysis and examining the research hypotheses. Fitting model means that how much our model is adapted with the relevant data. In the structural equation
The normal distribution of variables on questionnaire was examined by KolmogorovSmirnov test in order to use the likelihood ratio test (Maximum likelihood) in the structural equations. Since the significance level of test for all variables was set at 0.05, the hypothesis of normal distribution of variables was accepted; so we can use ratio method in the structural equation modeling. Also, before evaluating the proposed structural model, it is necessary to perform confirmatory functional analysis in order to investigate the significance of questionnaire items loading on related structures. Also, it is necessary to ensure about the capability of measuring models (Latent variables) for predicting the path coefficients. The results of confirmatory factor analysis for measuring models are shown in Table 3 .
"Mediating hypothesis" evaluates the mediating role of job satisfaction variable in relation to motivation, perceived support and training, and perceived commitment. In other words, the indirect relation of organizational commitment to motivation, perceived support and training were surveyed. In order to study the indirect relation of dependent variable to independent variable, the following conditions must be adopted. The first condition is: the significance of relation between independent variable and mediator variable must be confirmed. The second condition is: the significance of relation between mediator variable and dependent variable must be confirmed. If above conditions were met, then the indirect significant relation and route coefficient will be produced from multiplying the route coefficient of the relation between independent variable and mediator variable as well as the route coefficient of the relation between mediating variable and independent variable. As noted in the previous parts, the second main hypothesis included the relation between independent and mediating variables and the third main hypothesis included the relation between dependent and mediating variables. In the present study, these hypotheses are accepted and hence, it can be said that the indirect relation between motivation, perceived support and training, and perceived commitments is significant by calculating the coefficient of 0.58*0.42=0.24 With regard to the obtained results and from the first main hypothesis which indicates that the route coefficient is 0.36, it can be said the indirect effect of motivation, perceived support and training on perceived commitment (0.24) is less than its direct effect (0.36). Table 4 summarizes the results of examination of research hypotheses. In this table, significant level of all theories is more than 1/96 so the hypothesis is confirmed. analysis, after parameters estimation and before making interpretation, it is necessary to ensure about model fitting. Model fitting indices were listed in the following Table. RMSEA value is 0.084 and since it is less than 0.1, it indicates that the mean square error of the model is suitable and model is accepted. Also, χ 2 value of freedom degree is between 1 and 3 and values of goodness for-fit index (GFI), comparative fit index (CFI), and normed fit index (NFI) is more than 0.9 which indicate that the research variables are measured by a good model. With regard to confirmed questionnaire reliability and model fitting, we evaluated the hypothesis using confirmed dimensions of participant in the next part. In order to test hypothesis, we used structural model, standardized route coefficients, and corresponding significance values. The structural model has been shown in Figure 2 . 
Discussion
Theorists and managers believe that organization effort to provide employee's needs can lead to employees' effort for meeting organization goals toward its outlook. Therefore, employees' understanding about organizational internal collaboration has a direct effect on employees' commitment and organization targets, so activities known as motivation, perceived support and training play an important role in strengthening relations between individuals and organization. According to the results of this study, motivation, perceived support and training are among affecting factors on perceived commitment. In fact, it can be said that motivation, perceived support and training are useful instruments for enabling organizations to respond customers effectively and finally improve perceived commitment. These results are in agreement with the results obtained in earlier studies conducted by KhalafAhmad and Al-Borie [11] , Amirkabiri et al. [4] and Salehisedghiani et al. [15] . Also, performing programs on motivation, perceived support and training has an important role in employees' job satisfaction as internal customers of the organization as it has been shown by lliopoulos and Priporas [16] and Ting [12] . On the other hand, employees' job satisfaction causes continuance and normative commitment and finally leads to extended working societies. In fact, employees who have job satisfaction will contribute actively in the organization and have fewer tendencies to leave the organization and take new job opportunities and so they probably have better performance in the organization. [9] . The findings of these studies indicate that motivation, perceived support, and training through educating individuals and motivating them in their jobs as well as supporting them in the organization can lead employees to less likelihood of job relinquishment, lack of absence from work, increase of loyalty, and totally leads them to increased continuance and normative commitment to the organization. These findings are in agreement with those obtained by Khalaf Ahmad and Al-Borie [11] and Amirkabiri et al. [4] . According to the findings of this study, motivation, perceived support and training have significant positive effects on perceived commitment with mediating role of job satisfaction. This has also been confirmed in the study of Ting [12] . Considering the above results, it is recommended for directors of institutions and decision-makers to improve the organization by providing appropriate medium to increase job satisfaction of their employees and consequently improve their loyalty to the organization. It would be important to set up training courses or seminars for managers and employees on this issue in the context of motivation, perceived support and training and create a database in the field and update it regularly. In addition, it can provide for employees job satisfaction by giving opportunities to get promoted in the organizational chart, recognizing their achievements on behalf of management, using incentive mechanisms, and rewarding employee for good services. These factors can lead employees to be loyal to their organization and less likelihood of leaving the organization for better job opportunities and provide appropriate medium to develop the organization.
Conclusion
In sum, the findings showed the effect of motivation, perceived support and training on perceived commitment with mediating role of job satisfaction. This means that staff training and motivating them to increase their job satisfaction which increases productivity and caring staff within the organization, belonging to them in the workplace, increasing the quantity and quality of work, boost the morale of employees and their loyalty to the organization. Also job satisfaction affects on key issues such as the delay, absenteeism, desertion . One limitation in this study was lack of co-staff of the Sabzevar city municipality in the completed questionnaires.
